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Summary 

The  1993-1994  Civil  Grand  Jury  reviewed  applicable  portions  of  the  San 
Francisco  Charter  covering  powers  and  duties  of  the  Civil  Service 
Commission,  Civil  Service  Rules,  documentation  covering  salary  and 
classes  of  employees  and  the  Federal  Register,  Part  III  from  the  U.S.  Office 
of  Personnel  Management. 

Interviews  were  held  with  the  city  attorney,  members  of  the  Civil  Service 
Commission,  staff  of  the  Civil  Service  Department,  the  budget  analyst  for 
the  Board  of  Supervisors,  the  controller  and  the  director  of  employee 
relations.  It  is  the  consensus  of  persons  interviewed  that  San  Francisco 
has  too  many  employees  who  consume  85  percent  of  the  total  city  budget 
leaving  little  for  support  equipment  for  personnel  to  efficiently  do  their  task. 
There  is  also  an  excessive  number  of  civil  service  classes  for  the  number  of 
employees. 

The  following  findings  were  made  by  the  Grand  Jury:  (1)  specifications 
between  classes  are  so  closely  related  as  to  duties  and  qualifications  that 
consolidation  of  classes  would  be  an  effective  tool  in  reducing  the  number  of 
classes.  (2)  the  Charter  authorizes  different  procedures  for  the  salary 
standardization  process,  thereby  creating  disparity  in  the  wage  setting 
process. 

The  Grand  Jury  recommends  changes  in  the  Charter  and  the  Collective 
Bargaining  Ordinance  to  reduce  the  excessive  number  of  classes  by 
restructuring  the  classification  system  and  redefining  the  geographical 
areas  used  for  salary  comparisons. 
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Background 

San  Francisco  Charter  section  366.1  sets  forth  the  general  powers  and 
duties  for  the  Civil  Service  Commission.  The  Commission  shall  classify 
and  may  reclassify  all  places  of  employment  in  the  departments  and  offices 
of  the  City  and  County  not  specifically  exempted  by  the  Charter  from  civil 
service  provisions. 

While  persons  interviewed  were  unable  to  specifically  state  what  the 
optimum  numbers  of  employees  should  be,  it  is  the  consensus  of  the 
interviewees  that  San  Francisco  has  too  many  employees  with  too  little 
support  equipment  (i.e.,  computers)  thereby  providing  a  high  level  of 
service  at  a  very  high  cost.  The  three  largest  providers  of  service  in  San 
Francisco  are  health,  social  services  and  transportation. 

A  major  concern  of  the  mayor,  Civil  Service  Commission,  Civil  Service 
(now  Human  Resources  Department)  and  the  director  of  employee  relations 
is  the  excessive  number  of  classes  in  city  service. 

The  Controller's  Office  Audit  Report,  dated  January  21,  1993,  identified 
critical  areas  negatively  impacting  the  Civil  Service  system: 

Civil  Service  operates  under  two  key  requirements 
which  limit  its  efficiency  and  effectiveness:  the 
certification  Rule  of  Three  and  the  minimum  eligible  list 
duration  of  two  years.  The  Rule  of  Three  generally 
requires  that  the  eligible  with  the  top  three  scores  be 
certified  to  the  hiring  manager  for  each  vacancy.  The 
minimum  list  duration  of  two  years  generally  requires 
that  no  new  eligibles  be  placed  on  the  list  until  at  least 
two  years  have  lapsed.   These  requirements  offer  some 
value  as  controls  over  the  employee  selection  system  in 
trying  to  limit  patronage  or  favoritism.  However,  in 
their  current  form,  these  requirements  contribute  to 
inefficiencies  and  ineffectiveness.   For  example, 
operating  managers  have  difficulty  in  obtaining  a  good 
match  between  the  position  and  the  eligibles  because  of 
the  limited  choices  under  the  Rule  of  Three  and  because 
fewer  of  the  better  qualified  eligibles  are  available  with 
the  long  duration  of  lists. 
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The  Rule  of  Three  and  the  Minimum  Eligible  List 
duration  requirements  have  contributed  to  some  of  the 
following  conditions: 

•  Growth  in  the  number  of  classes; 

•  Backlog  of  examinations; 

•  Too  many  provisional  employees; 

•  Lower  output  of  examinations;  and 

•  Fewer  qualified  candidates  as  lists  age. 

The  Civil  Service  Commission  in  response  to  the  Controller's  Audit  Report 
stated  in  part: 

In  1990  and  early  1991,  the  Civil  Service 
Commission  —  aware  of  the  problems  in  the 
System  and  the  general  sentiment  that  Civil 
Service  System  was  not  functioning  with  the 
efficiency  and  efficacy  that  it  should  —  held  a 
series  of  public  hearings. 

The  Commission  heard  testimony  from  various  City  officials,  City 
employees,  employee  organizations  and  community  organizations: 

The  Commission  processed  this  input  and, 
together  with  its  own  observations  and 
perceptions,  reached  the  following  conclusions: 

•  There  are  too  many  provisional  employees; 

•  There  is  an  enormous  backlog  of 
examinations  and  as  a  result  there  are  no 
eligible  lists  available  for  scores  of  classes; 

•  There  were  1,800  classes  --  about  twice  as 
many  as  the  City  should  probably  use. 

The  budget  analyst  for  the  Board  of  Supervisors  in  a  report  dated  April  1991 
reviewed  the  salary  standardization  process  for  miscellaneous  employees. 
The  report  indicated  that  Civil  Service  does  not  have  a  documented 
standard  procedure  for  conducting  the  annual  salary  survey  and 
recommends  that  the  salary  survey  methods  should  be  modified  in  order  to 
assure  the  accuracy  and  validity  of  future  surveys. 
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Findings 

The  Civil  Grand  Jury  conducted  numerous  interviews  with  individuals 
directly  or  indirectly  charged  with  the  administration  of  the  City's 
enormous  personnel  system.  A  review  of  the  applicable  sections  of  the 
Charter,  Ordinances,  Administrative  Code,  Civil  Service  Manuals  and 
Reports  identified  major  problems  and  concerns  with  the  present  personnel 
system. 

A.  Civil  Service  Classifications 


•  Eighty-five  percent  of  the  City's  budget  represents  cost  of  personnel, 
according  to  the  Civil  Service  Classification  Unit,  (now  the  Human 
Resources  Operations  Division). 

•  As  of  November  1993  there  were  1,698  classes  of  employees  and  28,000 
classified  employees. 

According  to  the  general  manager  of  personnel,  the  city  operates  under  a 
system  designed  for  a  smaller  and  much  less  complex  entity. 

One  of  the  largest  service  areas  of  City  and  County  government  is  the 
Department  of  Public  Health  (DPH).  A  survey  provided  by  the  Classification 
Unit  of  Civil  Service  for  DPH  reflects  the  following: 

Table  #1:  Profile  of  Department  of  Public  Health  Civil  Service 

Classifications 


Number  of 

Number  of 

DPH  -  Department  Name 

Positions 

Classes 

Central  Office 

1,099 

174 

Laguna  Honda  Hospital 

1,266 

124 

S.F.  General  Hospital 

2,721 

194 

Community  Mental  Health 

549 

87 

•   A  random  selection  and  review  of  class  specifications  for  DPH  indicate 
that  the  narrow  salary  range  between  entry  level  compensation  and 
maximum  compensation  has  created  more  classes. 
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Table  #2:  Salary  Ranges  for  Positions  in  Department  of  Public  Health 


Class 

Class  Title 

Bi-weekly  (Entry) 
Compensation 

Bi-weekly  (Max) 
Compensation 

I.  Personnel  Group 

iZUZ 

Personnel  Clerk 

<j>1,Z.j  / 

1203 

Personnel  Technician 

1,243 

1,506 

1204 

Sr.  Personnel  Clerk 

1,185 

1,436 

1218 

Payroll  Supervisor 

1,765 

2,145 

1220 

Payroll  Clerk 

1,180 

1,429 

1222 

Senior  Pay/Per  Clerk 

1,291 

1,565 

1224 

Principal  Pay/Per  Clerk 

1,470 

1,782 

1226 

Chief  Pay/Per  Clerk 

1,603 

1,946 

II.  Hospital  Administration  Group 

2110 

Medical  Records  Clerk 

$1,083 

$1,310 

2112 

Medical  Records  Tech. 

1,220 

1,477 

2114 

Medical  Red  Tech.  Sup. 

1,484 

1,800 

2116 

Assoc.  Dir,  Medical  Reds 

1,706 

2,074 

2117 

Chief  Medical  Reds  - 
Laguna  Honda  Hospital 

1,881 

2,287 

III.  Dietary  &  Food  Service  Group 

2604 

Food  Service  Worker 

$  899 

$1,088 

2608 

Senior  Food  Service 

943 

1,163 

2618 

Food  Service  Supervisor 

1,078 

1,304 

2619 

Sen.  Food  Service  Sup. 

1,185 

1,436 

2620 

Food  Service  Mgr  Admin 

1,565 

1,899 
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Although  the  salary  range  of  the  examples  listed  exceeds  a  20  percent 
compensation  range  between  classes,  each  class  is  so  closely  related  as  to 
duties,  training  and  experience,  knowledge,  abilities  and  skills  that 
consolidation  of  the  classes  is  a  viable  method  to  consider  for  reduction  in 
the  number  of  classes. 

Another  example  of  extremes  related  to  excess  classifications  is  one  of  the 
smaller  departments,  the  Art  Commission  (see  below).  There  are  16 
employees  in  the  department,  ten  of  which  represent  different  classes. 


Tab 

e  #3:  Salary  Ranges  for  Positions  in  Art  Commission 

Class 

Class  Title 

Bi-weekly  (Entry) 
Compensation 

Bi-weekly  (Max) 
Compensation 

1424 

Clerk  Typist 

$  956 

$1,158 

1450 

Executive  Secretary  I 

1,261 

1,528 

1565 

Asst.  Director,  Art 
Commission 

1,731 

2,104 

1630 

Account  Clerk 

989 

1,197 

1652 

Senior  Account  Clerk 

1,136 

1,375 

3540 

Curatorial  Aide 

862 

1,042 

3541 

Curator  I 

1,027 

1,243 

3542 

Curator  II 

1,414 

1,714 

3556 

Museum  Registrar 

1,255 

1,520 

3563 

Dir.,  Neighborhood  Arts 
Program 

1,626 

1,975 

There  are  many  similarities  in  the  minimum  qualifications  for  the  listed 
classes,  indicating  that  many  of  the  duties  overlap  and  fewer  classes  would 
be  more  appropriate  for  the  department. 

A  review  of  approximately  589  DPH  job  descriptions  and  ten  Art 
Commission  job  descriptions  also  did  not  reflect  a  standard  format  for  the 
definition  of  minimum  qualifications. 

•   Civil  Service  (CS)  operates  under  two  key  requirements  which  limit  its 
efficiency  and  effectiveness:  the  certification  Rule  of  Three  and  the 
minimum  eligible  list  duration  of  two  years. 

These  two  requirements  have  contributed  significantly  to  the  growth  of  the 
number  of  classes. 
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•  Passage  of  Propositions  C,  D  &  E  amending  and/or  removing  sections  of 
the  Charter  to  civil  service  rules  granted  authority  to  the  Civil  Service 
Commission  to  improve  civil  service  procedures,  modernize  rules,  and 
the  testing  process. 

•  Salaries  of  federal  employees  are  denned  in  the  Federal  Register,  Part 
III,  U.S.  Office  of  Personnel  Management. 

1994  Salary  Tables  in  this  part  of  the  Federal  Register  include  rates  of  pay 
for  the  General  Schedule  (GS)  employees,  law  enforcement  officers, 
employees  receiving  interim  geographic  adjustments,  the  senior  executive 
service  employees  in  senior-level,  and  scientific  or  professional  positions, 
administrative  law  judges,  members  of  boards  of  contract  appeals,  and 
individuals  covered  by  the  executive  schedule. 

In  the  federal  system,  employees  are  identified  by  grade  and  step,  GS-1 
through  GS-15.  Each  grade  has  10  salary  steps  and  the  within  grade 
increase  amounts  vary  as  to  GS-1  and  GS-2,  and  is  standard  as  to  GS-3 
through  GS-15.  The  within  grade  increase  amount  is  approximately  3.23 
percent.  Law  Enforcement  Officers  (LEO's)  use  the  same  grade  and  steps 
schedule  as  GS  employees;  Senior  Executive  Service  (SES)  schedule  has  six 
grades;  Senior  Level  (SL)  and  Scientific  or  Professional  (ST)  schedule  has 
annual  minimum  and  maximum  rates;  Administrative  Law  Judge's 
(ALJ)  schedule  has  eight  grades  with  an  annual  rate,  and  Members  of 
Boards  of  Contract  Appeal's  (BCA)  schedule  has  three  grades  and  an 
annual  rate. 

The  General  Schedule  is  a  simple  classification  system  compared  to  the 
cumbersome  classification  system  used  by  the  San  Francisco  Civil  Service 
System.  The  graphs  below  compare  how  the  San  Francisco  clerical  series 
would  fit  within  the  federal  general  schedule  (GS).  The  San  Francisco 
system  has  500%  more  classes  than  the  federal  grading  system  and  greater 
than  300%  more  steps  than  the  federal  system.  The  maximum  clerical 
salary  in  San  Francisco  of  $58,516  is  in  the  top  15%  of  all  federal  salaries 
paid  in  the  Bay  Area. 
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Use  of  a  grade  and  step  classification  system  for  city  and  county  employees 
would  address  two  major  problems  of  concern  within  the  Civil  Service 
System  (1)  the  excessive  number  of  classes  in  the  system  and  (2)  the  rate  of 
compensation  paid  for  experience  levels  within  a  class. 

The  Charter  authorizes  three  different  geographic  areas  to  set  salaries  for 
City  employees  .  .  .  national,  state  and  the  Bay  Area  while  the  federal 
system  uses  locality  based  comparability  payments  made  up  of  28  locality 
pay  areas,  e.g.,  SF-San  Francisco-Oakland-San  Jose,  California. 


B.  Salary  Standardization 


•   Passage  of  Proposition  L  is  a  step  forward  in  consolidating  and 

centralizing  the  functions  of  the  City  and  County's  personnel  system. 


Passage  of  Proposition  L  transferred  authority  over  City  personnel  matters 
to  the  Human  Resources  Department.  It  establishes  the  Human  Resources 
Department,  but  does  not  modify  the  current  methods  used  for  setting 
wages,  hours,  benefits  and  other  terms  and  conditions  of  employment  for 
officers  and  employees  of  the  City. 

•   The  Charter  authorizes  four  different  methods  to  set  salaries  for 
employees  and  covers  three  geographical  locations  -  Bay  Area,  State 
and  National  -  while  the  federal  system  uses  comparability  payments  of 
28  locality  pay  areas. 
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There  are  significant  differences  in  the  City's  salary  standardization 
process  that  creates  disparity  in  wage  setting.  The  following  excerpts  from 
the  Charter  define  the  criteria  for  setting  compensation  for  employees: 

Sec.  8.401     Compensation  of  Officers  and  Employees  Subject  to  Salary 

S  tandardization. 

The  compensation  fixed  ...  shall  be  in  accord  with  the  generally 
prevailing  rates  of  wages  for  like  services  and  working  conditions  in 
private  employment  or  in  other  comparable  governmental 
organizations  in  this  state. 

Sec.  8.402     Compensation  of  Teachers,  Part-Time  Employees  and  Certain 
Other  Groups. 

Compensation  ...  shall  be  fixed  by  the  department  head  in  charge 
thereof,  with  approval  of  the  board  or  commission,  if  any,  in  charge 
of  the  department  concerned  and  subject  to  the  budget  and 
appropriation  provisions  of  this  Charter. 

Sec.  8.403     Compensation  for  Registered  Nurse  Classifications. 
...  the  Civil  Service  Commission  shall  certify  to  the  Board  of 
Supervisors  ...  highest  prevailing  salary  schedule  ...  granted  by 
collective  bargaining  agreement  to  comparable  registered  nurse 
employees  in  public  and  private  employment  in  the  Counties  of 
Alameda,  Contra  Costa,  Marin,  San  Mateo,  San  Francisco  and  Santa 
Clara. 

Sec.  8.404     Salaries  and  Benefits  of  Carmen. 

...  the  Civil  Service  Commission  shall  certify  to  the  Board  of 
Supervisors  ...  the  average  of  the  two  highest  wage  schedules  in  effect 
on  July  first  of  that  year  for  comparable  platform  employees  and 
coach  or  bus  operators  of  other  surface  street  railway  and  bus 
systems  in  the  United  States  ... 

Sec.  8.405     Salaries  of  Uniformed  Forces  in  the  Police  and  Fire 
Departments. 

...the  Civil  Service  Commission  shall  survey  and  certify  to  the  Board 
of  Supervisors  rates  of  compensation  paid  police  officers  or  patrol 
officers  employed  in  the  respective  police  departments  in  all  cities  of 
350,000  population  or  over  in  the  State  of  California. 

•   Proposition  B,  a  Charter  amendment  passed  in  November  1991, 
authorizing  collective  bargaining,  fails  to  set  a  standard  procedure. 
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This  process  is  influenced  by  political  pressure  exerted  by  the  more  than  40 
separate  unions  representing  the  different  classes  of  employees.  The 
method  of  interpreting  prevailing  wages  for  like  service  and  working 
conditions  in  the  public  and  private  sector  may  result  in  an  overly 
compensated  range  for  a  class  of  employees,  e.g.,  compensation  for  craft 
workers  in  the  private  sector  may  be  based  on  seasonal  work  vs.  City 
employees  who  are  not  affected  by  the  seasonal  element. 

The  Charter,  originally  drafted  in  1932  imposes  strict  and  narrow 
guidelines  for  personnel  functions  and  any  changes  in  the  Charter 
regardless  of  how  minor  they  are  require  ballot  measures  for  voter 
approval.  This  process  for  change  is  extremely  inefficient  and  costly.  The 
size  of  City  government  in  1994  is  enormous  and  a  major  restructuring  as 
to  how  the  City  does  business  must  be  addressed. 
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Recommendations 

A.  Civil  Service  Classifications 

1.  The  Board  of  Supervisors  should,  by  way  of  Charter  revision,  grant  the 
Human  Resources  Department  the  authority  to  restructure  the 
personnel  classification  system  and  to  implement  a  classification  and 
salary  table  similar  to  the  one  in  use  by  the  U.S.  Office  of  Personnel 
Management. 

2.  The  Classification  Unit  of  Civil  Service  should  develop  a  standard 
written  format  to  clearly  define  class  specification,  and  to  require  that 
specifications  contain  (a)  characteristics  of  the  class;  (b)  duties;  (c) 
minimum  qualifications  consisting  of  training  and  experience, 
knowledge,  abilities  and  skills.  Special  requirements  of  a  class,  if  any, 
should  be  clearly  defined. 

3.  Civil  Service  should  require  that  managers  requesting  establishment  of 
a  new  class  comply  with  the  prescribed  format  for  a  class  specification 
and  provide  adequate  documentation  to  support  the  creation  of  a  new 
class. 

4.  Civil  Service  should  consolidate  classes  with  comparable  specifications 
into  a  single  class  with  a  broader  salary  range  and  step  levels  to  reflect 
additional  training  and  experience. 

B.  Salary  Standardization 

5.  The  Board  of  Supervisors  should  place  on  the  ballot  a  proposition  to 
amend  the  Charter  by  removing  specific  rules  relating  to  personnel 
procedures  from  the  Charter.  The  specific  rules  removed  should  be 
placed  in  the  Civil  Service  Rules.  The  Charter  should  be  further 
amended  to  reflect  guidelines  for  operation  and  implementation  of  the 
rules. 

The  present  salary  standardization  procedure  creates  disparity  in  wage 
setting  and  the  Charter  should  be  amended  to:  (a)  equalize  the 
procedures  for  setting  salaries  with  the  same  formula  for  all  classes  (b) 
change  the  formula  to  set  rate  of  pay  with  equal  weighting  of  public  and 
private  salary  data,  and  (c)  use  of  the  same  geographic  areas  for  all 
classes. 


San  Francisco  Civil  Grand  Jury 


May  16,  1994 


Classification  &  Collective  Bargaining 


Page  14 


The  Charter  should  be  amended  to  address  the  excess  pay  scales  by 
setting  a  ceiling  on  salaries  in  order  that  no  position  be  paid  more  than 
the  prevailing  wage  in  the  public  sector. 

6.  The  Board  of  Supervisors  should  amend  the  Collective  Bargaining 
Ordinance  to  impose  a  financial  cap  on  salaries.  If  any  award  exceeds 
the  prevailing  wage  in  the  community,  approval  by  the  Board  of 
Supervisors  would  be  required. 
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Appendix  A:  Civil  Service  and  Related  Provisions  of  the  Charter 

3.100-2  Meet  and  Confer  Authority 

3.103  Employee  and  Relations  Officer 

3.500  Powers  and  Duties  of  Boards  and  Commissions 

3.501  Department  Heads 

3.660  Commission,  Composition  Meetings 

3.661  General  Powers  and  Duties  of  Civil  Service  Commission 

3.662  Department  of  Human  Resources 

3.663  Human  Resources  Director 

3.681  Powers  and  Duties  (Health  Service  Board) 

3.682  Medical  Director  or  Executive  Officer 

6.405      Funding  for  Civil  Service  Commission  Examinations 

8.100  Qualifications  of  Officers  and  Employees  of  the  City 

8.101  Surety  Bonds 

8.102  Absence  from  State 

8.103  Dual  Office  Holding 

8.104  Vacancies 

8.105  Conflict  of  Interest  and  Other  Prohibited  Practice 

8.106  Penalty  for  Official  Misconduct 

8.107  Suspension  and  Removal 

8.200     Creation  of  and  Changes  in  Positions-Procedures 
8.300     Civil  Service  Positions 

8.300-1   Civil  Service  Positions- Additional  Exceptions 

8.310  Declaration  of  Personnel  Policy 

8.311  Prohibition  of  Political  Activity 

8.320  Qualification  of  Applicants  (deleted  effective  12/13/91,  incorporated 
into  CSC  Rules  as  Rule  8A) 

8.320-1   Incorporating  Former  Charter  Provisions 

8.321  Examination  (deleted  effective  12/13/91,  incorporated  into  CSC 
Rules  as  Rule  9A) 

8.322  Protest  of  Written  Answers  and  Questions  (deleted  effective 
12/13/91,  incorporated  into  CSC  Rules  as  Rule  9B) 

8.323  Protest  of  Tentative  List  of  Eligibles  (deleted  effective  12/13/91 , 
incorporated  into  CSC  Rules  as  Rule  10A) 

8.324  Veterans  Preference  in  Examination  (deleted  effective  12/13/91, 
incorporated  into  CSC  Rules  as  Rule  9C) 

8.325  Aid,  Hindrance,  Fraud  and  Collusion  in  Examinations 

8.326  Promotions  in  General 

8.327  Promotions  in  Uniformed  Forces  of  Police  and  Fire  Departments 

8.328  Promotional  Examinations  for  Employees  on  Military  Leave 
(deleted  effective  12/13/91,  incorporated  into  CSC  Rules  as  Rule  9D) 

8.329  Certification  of  Eligibles 

8.330  Duration  of  Lists  of  Eligibles  (deleted  effective  12/13/91, 
incorporated  into  CSC  Rules  as  Rule  10B) 

8.331  Limited  Tenure  Appointments  (deleted  effective  12/13/91, 
incorporated  into  CSC  Rules  as  Rule  12A) 

8.332  Temporary  and  Emergency  Appointments  (deleted  effective 
12/13/91,  incorporated  into  CSC  Rules  as  Rule  12B) 
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8.333  Appointments  During  an  Unemployment  Emergency 

8.340  Dismissal  During  Probation  Period  (deleted  effective  12/13/91 , 
incorporated  into  CSC  Rules  as  Rule  6A) 

8.341  Dismissal  for  Cause  (effective  through  August  31,  1992) 

8.342  Disciplinary  Suspension 

8.343  Fine,  Suspension  and  Dismissal  in  Police  and  Fire  Departments 

8.344  Exoneration  of  Charges 

8.345  Disciplinary  Action  Against  Striking  Employees 

8.346  Disciplinary  Action  Against  Striking  Employees  Other  than 
Members  of  Police  and  Fire  Departments 

8.350  Disability  Transfers 

8.351  Automation  Transfers 

8.360  Civil  Service  Rules 

8.361  Military  and  War  Effort  Leaves  of  Absence 
8.363  Leave  Due  to  Illness  or  Disability 

8.400  General  Rules  for  Establishing  and  Paying  Compensation 

8.401  Compensation  of  Officers  and  Employees  Subject  to  Salary 
Standardization 

8.401-1  Duration  of  Compensation  Schedule 

8.402  Compensation  of  Teachers,  Part-Time  Employees  and  Certain 
Other  Groups 

8.403  Compensation  for  Registered  Nurse  Classification 

8.404  Salaries  and  Benefits  of  Carmen  (MUNI) 

8.405  Salaries  of  Uniformed  Forces  in  the  Police  and  Fire  Departments 

8.406  Salary  Deductions 

8.407  Definition  of  Prevailing  Rates  of  Wages 
8.407-1  Compensation  Adjustments 

8.408  Pay  Freeze  and  Reduced  Work  Week  for  Fiscal  Year  1988- 1989 

8.409  Declaration  of  Policy 
8.409-1  Employees  Covered 
8.409-2  Interim  Provisions 

8.409-3  Obligations  to  Bargain  in  Good  Faith 

8.409-4  Impasse  Resolution  Procedures 

8.409-5  Retirement  Benefit 

8.409-6  Employees  Relations  Rules 

8.420  Establishment  of  and  Membership  in  Health  Service  System 


San  Francisco  Civil  Grand  Jury 


May  16,  1994 


City  and  County  of  San  Francisco 

GRAND  JURY 


OFFICE 

Room  158-B,  City  Hall 
Telephone  554-5057 


FOR  IMMEDIATE  RELEASE 


CONTACT:  Arnold  Low 
(415)  567-7665 


CIVIL  GRAND  JURY  URGES  A  COMPLETE  RESTRUCTURING 
OF  CITY'S  PERSONNEL  CLASSIFICATION  SYSTEM 

San  Francisco  has  28,000  classified  employees  spread  throughout 
1,698  job  classifications.    Many  of  the  job  classifications  are 
so  closely  related  in  duties,  skills  and  knowledge  that  duplication 
is  prevalent.    In  the  Arts  Commission  with  16  employees,  ten  different 
classifications  are  represented. 

Despite  recent  voter-approved  propositions,  including  Proposition 
L  which  created  a  Department  of  Human  Resources,  the  city's  62  year-old 
Charter  imposes  strict  and  narrow  guidelines  for  administering 
personnel  functions. 

The  Charter  authorizes  four  different  methods  to  set  salaries 
for  employees  and  covers  three  geographical  locations — Bay  Area, 
State  and  National. 

The  Grand  Jury  recommends  that  the  Board  of  Supervisors  revise 
the  Charter  to  grant  the  Human  Resources  Department  authority  to 
restructure  the  personnel  classification  system.    The  recommendation 
also  carries  a  request  that  the  city  adopt  a  classification  and 
salary  table  similar  to  the  one  used  by  the  Federal  Government. 

The  adoption  of  the  Federal  schedule  format  would  result  in 
equalizing  the  procedures  for  setting  salaries,  change  the  formula 
to  set  rate  of  pay  with  equal  weighting  of  public  and  private 
salary  data,  and  use  the  same  geographic  areas  for  all  classes. 


Arnold  K.  Low 
Foreperson 

E.  La  Vergne  Keppard 
Secretary 


Alessandro  M.  Baccari 
Dean  B.  Bistline 
Edward  J.  Bruin 
Joseph  H.  Cowan 
Lee  S.  Dolson 
Lola  L.  Ford 
Peggy  J.  Holder 
Karen  A.  Huggins 
Espanola  Jackson 
Myra  G.  Kopf 
Melvin  H.  Lichtman 
Michael  T.  LoBue 
Donald  M.  Morehead 
Magdalene  Y.  O'Rourke 
Mitzi  S.  Palmer 
Linda  O.  Salas 
Marilyn  S.  Sperber 


The  Civil  Grand  Jury  is  made  up  of  19  citizens  who  volunteer 
their  services  for  one  year. 
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